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There are three additional reports for 
the other groups surveyed: students, 
staff, and administrators. 
PSU conducted this Campus 
Climate Survey to examine: 
• Why our campus may or may not 
be welcoming to people, 
particularly those from diverse 
populations.  
• How our institutional policies 
and processes assist or resist the 
needs of staff. 
• Why admissions and hiring 
practices that are in place either 
ensure diversity among staff or 
don’t. 
• How we can provide a 
foundation for improved efforts 
to make PSU a more welcoming 
environment.
Introduction 
Portland State University (PSU) is committed to providing all members of its community, 
including students, staff, faculty, and administrators, a welcoming learning and 
employment environment that is diverse, inclusive, and where individuals and groups can 
thrive based on their interests and abilities. To that end, we must continually look for ways 
to improve. This report presents results from PSU’s first General Campus Climate Survey 
that was administered to all PSU faculty members who were employed during the winter 
term 2018. The survey asked faculty members about perceptions, beliefs, and experiences 
related to the overall campus culture at PSU. It also included general demographic 
questions. 
PSU is grateful to the faculty members who took the survey; we appreciate their time and 
thoughtfulness. The faculty member responses provided important information and the 
feedback will help inform PSU’s evaluation of the culture, climate, and working conditions. 
About This Report 
After PSU’s Diversity Action Council identified the need for a campus-wide climate survey 
in the spring of 2016. PSU’s office of Global Diversity and Inclusion (GDI) convened a 
meeting with faculty, staff, and students to discuss the criteria for the survey and determine 
a vendor to administer the survey. GDI contracted Campus Climate Survey, LLC, to 
administer the Viewfinder® online survey. Viewfinder® is a campus climate survey 
instrument that measures the extent to which diversity and inclusion play an integral role 
within the infrastructure of our college campus.  
After providing a copy of the survey and an administrative plan to the Institutional Review 
Board (IRB), IRB approved an “IRB Review Not Required application.” The Campus Climate 
Survey administration was led by Julie Caron, Associate Vice President of Global Diversity 
and Inclusion, and Craig Leets, Director of the Queer Resource Center, who worked with 
the Campus Climate Survey, LLC to administer Viewfinder®. After the completion of the 
survey, Dr. Stephen Percy, Dean of the College of Urban and Public Administration, and 
Julie Caron led the review of the data and report writing. The Chairs of the Diversity Action 
Council’s Faculty, Staff, and Student Recruitment and Retention committees along with their 
committee members assisted in the evaluation of the data and recommendations. 
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Survey Administration  
All PSU faculty members employed during the Winter term 2018 (January 2018) were 
given the opportunity to complete the climate survey, which was open between January 
23, 2018 and March 7, 2018. 
  
PSU took special precautions to keep respondent ‘s identity confidential and ensure that a 
person’s identity could not be traced to the survey answers. Before faculty members began 
the online survey, they were invited to read an introductory Information Consent Sheet. 
This Informed Consent Sheet served as a form of passive consent; it described the 
rationale for the survey, informed staff members that their participation was completely 
voluntary, and provided instructions for taking the survey, such as: (a) items could be 
skipped, (b) the survey could be completed in multiple sessions, and (c) staff members 
could stop taking the survey altogether. After staff members read the Informed Consent 
Sheet, their voluntary consent to participate was indicated by their continued progress on 
the survey.  
Faculty members were sent four emails inviting them to take the survey. Additionally, GDI 
emailed Deans and Chairs of Departments encouraging them and faculty members in their 
departments to participate in the survey. Information about the survey was also posted in 
PSU’s weekly on-line communication, Currently, informing the campus community of the 
survey and encouraging participation. 
Response Rates 
Invitations to participate in the survey were sent to 1,717 faculty members employed 
during the winter term 2018.  Approximately 425 faculty members (25%) responded to the 
survey, with “response” defined as the completion of question one and a response to at 
least one question beyond question four. Respondents did not have to answer questions if 
they did not so desire, and they could stop taking the survey at any point. Accordingly, 
there were varying rates of response for each question, but typically over 325 responded 
to questions open to all participants. There were six question that were specifically 
targeted at faculty members with a particular identity: veterans, individuals with a disability, 
international faculty, people of color, LGBTQIA+, and women. These response rates 
depended on the number of respondents who identified with the particular identity. 
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Survey Participants 
The faculty participating in this survey included full-time, part-time and adjunct faculty 
members as well as tenure-track, tenured, and non-tenure track faculty (NTTF). Over a third 
of faculty respondents worked at PSU for five years or less. Twenty-three percent worked on 
campus for 16 or more years. Survey respondents work in all academic units. The College 
of Liberal Arts and Sciences, the academic unit with the most faculty, had the highest 
response rate. For more detail on participation, please see the Questions 1 through 4, and 
42 through 48, in the Full Data Report. 
Report Contents 
This report presents in detail the results of the PSU Campus Climate Survey of Faculty. The 
report includes three sections: 
• Cross-cutting report on key climate variables: Survey findings on key campus 
climate variables—including feeling respected, welcome on campus, and able to 
express views and perspectives--are cross-tabulated by various campus stakeholder 
groups. 
• Major findings, implications, and recommendations: These findings and 
recommendations have been created by the DAC Faculty Retention and Recruitment 
Committee members as a result of their careful review of survey findings. 
• Full data report: Complete survey results—including graphical presentation and data 
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Cautions In Interpreting Data 
Certain precautions are warranted when interpreting survey data. These include 
recognition that: 
• Some questions are asked only of survey respondents who have identified themselves 
in a certain category. For example, the Campus Climate Survey asks each respondent 
whether or not they are or have been enrolled in the military. Those who respond 
affirmatively may be asked a follow-up question. Responses to the follow-up, therefore, 
represent a subset of survey respondents only. 
• Responses to certain questions, particularly those that are answered only by a subset of 
respondents, may have relatively few respondents. One is cautioned about using 
percentages in interpreting responses where the number of respondents is small.  
• Responses should be interpreted using the exact wording of questions as provided to 
respondents. 
• The findings below are based on all participants of the survey. Over 80% of the 
participants were Caucasian, and thus do not represent the specific views of faculty of 
color.
Report on Campus Faculty Responses   7
Cross-Cutting Report on  
Key Climate Variables
This report cross-tabulates views and perspectives on key campus climate 
variables by a variety of stakeholder groups. This allows, for example, 
examination of how different stakeholders—for example, veterans, women, and 
people of color—feel able to openly express their views on campus.








I can openly express my … on campus
Religious/Spiritual Beliefs 328 52.74% 28.35% 18.9%
Political views/worldviews 388 65.2% 14.95% 19.85%
Gender Identity* 77 83.12% 9.09% 7.79%
Sexual Identity* 76 71.06% 17.11% 11.85%








I can openly express my … in the community
Religious/Spiritual Beliefs 328 67.68% 22.26% 10.06%
Political views/worldviews 386 77.98% 12.95% 9.07%
Gender Identity* 75 81.34% 14.67% 4%
Sexual Identity* 76 76.32% 15.79% 7.89%
* Response requested only from individuals who identified as a member of the category.
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As a …, I feel welcome on campus
Veteran* 11 72.72% 18.18% 9.09%
Person with a Disability* 24 62.5% 29.17% 8.34%
Faculty of Color* 47 61.7% 17.02% 21.28%
Women Faculty* 184 88.04% 5.43% 6.52%








As a …, I feel welcome in the community
Veteran* 11 63.63% 18.18% 18.18%
Person with a Disability* 24 66.67% 25% 8.34%
Faculty of Color* 46 58.7% 17.39% 23.91%
Women Faculty* 182 91.21% 6.59% 2.2%
International faculty 52 75% 13.46% 11.54%
* Response requested only from individuals who identified as a member of the category.
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… treated with respect by students
Veterans* are 11 54.54% 45.45% 0%
Persons with a Disability* are 24 54.17% 33.33% 12.5%
My religious/spiritual beliefs are 318 41.82% 50.94% 7.24%
My political views/worldviews are 379 60.42% 32.19% 7.39%
Gender Identity* is 76 77.63% 15.79% 6.58%
Sexual Identity* is 76 65.79% 28.95% 5.27%
Faculty of color* are 45 62.22% 20% 17.78%
Women Faculty* are 180 64.45% 22.22% 13.34%
International Faculty 52 80.77% 9.62% 9.61%








… treated with respect by faculty
Veterans* are 11 81.82% 18.18% 0%
Persons with a Disability* are 24 54.16% 33.33% 12.5%
My religious/spiritual beliefs are 320 52.75% 38.13% 8.13%
My political views/worldviews are 284 67.71% 22.92% 9.38%
Gender Identity* is 76 80.26% 17.47% 5.27%
Sexual Identity* is 77 68.63% 23.38% 7.79%
Faculty of color* are 48 52.08% 25% 22.92%
Women Faculty* are 184 70.65% 14.67% 14.67%
International Faculty 52 78.84% 15.38% 5.77%
* Response requested only from individuals who identified as a member of the category.
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… treated with respect by staff
Veterans* are 11 81.82% 18.18% 0%
Persons with a Disability* are 24 62.5% 29.17% 8.33%
My religious/spiritual beliefs are 319 51.41% 43.89% 4.7%
My political views/worldviews are 382 62.04% 33.25% 4.71%
Gender Identity* is 75 81.33% 13.33% 5.33%
Sexual Identity* is 75 72% 24% 3%
Faulty of color* are 47 59.57% 27.66% 12.77%
Women Faculty* are 183 84.7% 12.57% 2.73%
International Faculty 52 78.85% 19.23% 1.92%








… treated with respect by administrators
Veterans* are 11 72.72% 27.27% 0%
Persons with a Disability* are 24 50% 37.5% 12.5%
My religious/spiritual beliefs are 317 46.06% 48.26% 5.68%
My political views/worldviews are 378 46.56% 43.39% 10.05%
Gender Identity* is 73 75.35% 19.18% 5.48%
Sexual Identity* is 74 62.16% 32.43% 5.4%
Faculty of color* are 47 44.68% 40.43% 14.9%
Women Faculty* are 182 70.33% 23.08% 6.6%
International Faculty 52 67.31% 25% 7.69%
* Response requested only from individuals who identified as a member of the category.
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… well-represented on our Diversity Action Council
Veterans* are 10
Persons with a Disability* are 24 16.67% 70.83% 12.5%
Employees with my religious/spiritual beliefs are 308 16.23% 73.38% 10.39%
Employees with my political views/worldviews are 366 31.96% 59.56% 8.47%
LGBTQIA+ employees* are 72 31.94% 66.67% 1.39%
Faculty of color* are 43 23.26% 62.79% 13.96%
Women Faculty* are 169 42.61% 55.62% 1.77%
International Faculty 47 31.91% 59.57% 8.53%
* Response requested only from individuals who identified as a member of the category.
The Diversity Action Council (DAC) is comprised of PSU faculty, 
staff, and students. The DAC's role is to foster equity and social 
justice by developing strategies that aid the university in our work 
to serve the best interests of our diverse constituents. 
Learn more at pdx.edu/dac
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Data Analysis 
The Recruitment and Retention of Diverse Faculty Committee of the PSU Diversity Action 
Council reviewed the data from the Faculty Climate Survey. Based upon this review, the 
Committee has identified what it sees as some important findings as well as 
recommendations that derive from the data in the faculty climate survey. These do not 
represent the full array of findings nor all possible recommendations. Readers are invited 
to review these data, and make recommendations based on their own experiences and 
understanding of the data. 
Major Findings 
Employee Recruitment: When asked about how faculty members had first learned about 
the job opening in which they applied to PSU, 39% indicated they learned through a 
colleague and 22% through a friend. This suggests that interpersonal networks are primary 
outreach sources. While personal outreach can contribute to diverse hiring, it can 
potentially lead to people contacting people like themselves in their personal networks—
something that can lead to perpetuate of current demographic status rather than 
advancing faculty diversity. 
Feeling Welcome: PSU faculty vary with regard to how welcome they feel on-campus. 62% 
of faculty of color agreed or strongly agreed that they felt welcome on campus, compared 
with 73% of veterans, 88% of women faculty, and 62% of persons with disabilities. 
Reasons for considering Leaving PSU: Most frequent reasons listed: (1) salaries/benefits 
not adequate (48%), (2) work not appreciated (34%), and (3) feeling of not belonging 
(27.74%). 
Harassment, Discrimination and Bias: Faculty respondents—including both women and 
men—were asked if they had experienced any discrimination, bias or harassment on the 
basis of their gender. Over half of the respondents indicated that they had such an 
experience. The most commonly identified experiences in this regard, as reported in the 
Faculty Climate Survey, include discrimination, bias or harassment based on gender, age, 
bullying, and race (in this rank order). There was a significantly higher percentage of faculty 
identifying another faculty member as causing the offense than other categories such as 
staff. The data also suggests there is much to do within our campus climate for faculty to 
reduce experience with harassment, discrimination, and bias, and to create collegiality 
among faculty.
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For some features, respondents gave 
largely mixed reviews, some being 
positive, others negative:  
Workload is too heavy 
Conference attendance is 
supported 
Experience of micro-aggressions 
in one’s department 
Writing is supported 
Fairness of hiring processes 
Too many work expectations 
Research is supported 
* PSU does not currently have a 
formal mentor/mentee program for 
junior faculty, but will be exploring 
the implementation of one.
Work Climate: Respondents were asked about the extent to which they agreed or 
disagreed with a substantial listing of work climate features.
Positive Features 
Professional development is 
encouraged (62.74%). 
There are faculty who can provide career 
advice (71.90%). 
Mentors are important for junior faculty 
(89.43%)*. 
“I love my job” (74.19%). 
Satisfaction with benefit package 
(66.45%). 
Being able to use full range of skills in 
current position (59.40%).
Negative Features 
Heavy workload (53.95%). 
Feeling underpaid for work (68.08%). 
Inadequate funding for research 
(51.20%). 
Pay disparities (70.33%).
Knowledge of the Diversity Action Council (DAC): Respondents from traditionally 
under-represented groups were each asked if they felt they were well represented on the 
Diversity Action Council. The overwhelming response in all cases was “undecided.”  
 
Additionally when all respondents were asked if “Our Diversity Action Council is effective at 
engaging the campus in diversity initiatives and programs”, the majority answered 
undecided (64.63%). It is clear from these data that faculty are not very aware of the DAC 
nor the composition of its membership.
Report on Campus Faculty Responses   14
Implications and Recommendations 
Upon review of the data findings, the Recruitment and Retention of Diverse Faculty 
Committee makes the following recommendations to advance diversity: 
Learning and Knowledge Needs: While the Faculty Climate Survey provides some useful 
insights related to recruitment and retention of diverse faculty, the Committee believes that 
other forms of data could provide deeper insight into opportunities and challenges in 
advancing faculty diversity—both for recruitment and retention. Additional data sources 
include: 
Exit Interviews/Surveys: The Committee believes that PSU is missing a critical 
opportunity to learn about faculty retention when it does not conduct exit interviews 
with all faculty who leave the University. The Committee strongly recommends that 
the University implement, as rapidly as possible, a process to conduct exit 
interviews with all departing faculty. The purpose of the exit surveys will be to 
gather information about the departing faculty member’s reason for leaving in a 
confidential format designed to identify all reasons for departure. The survey 
should include demographic data so that departure rationales for faculty from 
traditionally under-represented groups can be understood. 
Going Deeper: The Committee believes the University community has much more 
to learn about the experiences of faculty of color. To obtain a deeper understanding 
of recruitment and retention experiences of faculty from traditionally-marginalized 
groups, the Committee recommends that a research study be launched, led by 
faculty of color (compensated appropriately for their work), to conduct focus 
groups to learn about the experiences of diverse faculty. 
Intersectionality: While the Faculty Climate Survey explored experiences and 
perceptions from different groups of faculty members, it did not allow for 
exploration of the challenges of persons with multiple marginalized backgrounds as 
it relates to the overall work climate. This intersectionality might be explored in the 
research and focus groups identified above or in future surveys. 
Feeling Welcome: Feeling welcome and appreciated are critical to a supportive work 
climate. Survey findings indicate that PSU has opportunities to promote a sense of 
belonging among faculty. PSU would benefit from more focus on (1) welcoming new 
faculty—including faculty from marginalized groups—to campus (starting before they arrive) 
and the greater Portland community, and (2) intentional efforts to demonstrate 
appreciation for faculty and their accomplishments as an ongoing program at PSU.
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Mentorship: Climate survey findings indicate that faculty appreciate opportunities for 
mentorship. PSU should explore strategies for providing mentorship opportunities for 
faculty, especially incoming and junior faculty. Mentorship might be organized on multiple 
dimensions, including writing, research, and being diverse in a non-diverse environment. 
Experience with a mentorship program previously utilized in GDI may inform thinking 
about a mentorship program. 
Visibility of DAC: As an entity committed to improving campus climate and advancing 
diversity, equity, and inclusion at PSU, the work and the membership of the Diversity Action 
Council is not understood. It is important for the Diversity Action Council (DAC) to better 
communicate its initiatives and programs. DAC’s Communications Committee should work 
to inform the campus community about its programs and how to become more involved 
with diversity initiatives on campus.
